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Abstract 
 
In the last few decades, several social trends can be identified which 
have been reflected in the structure and functioning of the business 
world. India, after the dawn of its independence has been experiencing 
many social changes. One of the important features of this period has 
been an increase in the number of women in the employment market. 
Women workforce constitutes an integral part of total workforce in 
India. So many women are entering in the workforce on a worldwide 
basis. This increase is accompanied by unprecedented increases in the 
diversity of the ethnic and national origin demographic makeup of 
organizations. Localized scopes broadening to become international 
contingents and increasing merger/acquisition and reorganization 
activities that cross multiple national boundaries work to increase 
diversity of human capital within many organizations. As more women 
gain the work experience and education necessary to qualify for 
leadership positions, the supply of capable women leaders grows.  
In this research paper we find out the leadership behaviour of male and 
female managers in service sector. In case of male and female 
respondents, who have been working at different managerial hierarchy 
indicates a considerably bias in their views on the different 
‘parameters’ of leadership behaviour. In this context, the response of 
female managers varies in varied degree from the male perception on 
different attributes of leadership behaviour. It has been observed that 
the women’s leadership is relegated by the prejudices against ‘decision 
making’ on the critical issues to their subordinate as well as exercising 
the power with themselves. 
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1. Introduction 
Why are the differences between males and females in who becomes a leader? This is 
one main question of concern to researcher in the area of gender and leadership. 
Though the situation has improved recently for women in the India and other 
countries, throughout human history women have not traditionally been found as 
leaders, outside the family, in complex organizations—those corporations, legislatures, 
universities, and financialinstitutionsthat greatly influence society.  

Several reasons are cited for the low proportion of women leaders. One is that 
females' life aspirations are diminished by their early childhood socialization in the 
nuclear family. Generally the nuclear family transmits definitions of appropriate 
gender behaviour to children. For girls, this includes submissiveness, passivity, 
avoidance of aggression and competition, reticence to take risk, and other qualities in 
our culture, it is considers as "feminine." So many research shows that even when boys 
and girls have the same college and career aspirations, the boys receive significantly 
more parental encouragement to pursue their goals. It effects on the life of women, by 
this the result of this childhood socialization is the tendency for adult women to be 
stereotyped as less well-suited than men for leadership roles. An obvious consequence 
of this is that a man is more likely to be selected for a leadership position than is a 
woman of equal qualification. Thus, a woman who aspires to leadership positions must 
overcome both her childhood socialization, which discouraged development of some 
essential qualities, and a popular perception of the maleness of leadership—both of 
which tangibly reduce the chance of improving them in leadership position. In addition 
to socialization and stereotyping, other barriers to females' upward mobility into 
leadership positions include:  

(a) Discrimination against them in personnel decisions involving promotion, 
selection, and supervision; 

(b) A dearth of women and men willing to mentor women;  
(c) Management development opportunities that are based on job rotation: 

geographic mobility can create difficulties for a woman's children and destroy 
her spouse's career and 

(d) The perception of women as "outsiders" because of their physical differences, 
stereotyping, and exclusion from some social clubs and activities where 
important networks are built and maintained.  

 
 

2. Research Problem 
In this paper the researcherhas find out the leadership style or behavior of male female 
managers in banking sectorof NCRarea. We collected the data through questionnaire. 
The researcher distributed 400 questionnaires, out of it only 254 questionnaires were 
relevant for the research. Illustrations of responses are given below. 
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Table 1: Gender Wise Distribution of Age for Respondents. 
 

  gender of respondent Total 
male female 

 
 
 
 
 
Age of 
Respondent 

 
21-30 

Count 13 3 16 
Expected 
Count 

8.6 7.4 16.0 

 
31-40 

Count 9 47 56 
Expected 
Count 

30.2 25.8 56.0 

 
41-50 

Count 74 29 103 
Expected 
Count 

55.6 47.4 103.0 

 
above 50 

Count 41 38 79 
Expected 
Count 

42.6 36.4 79.0 

 
 Total 

Count 137 117 254 
Expected 
Count 

137.0 117.0 254.0 

 
The table (11) showed that the gender wise age of respondents. Age between 21 to 

30 male is 13 and female is only 3. It means that female has tuff competition at the 
entry level now a day. The expected count of male is 8.6 which is near to count value 
but the expected count value of female is more than that of count value that is 7.4. In 
other group of age that is 31 to 40 the male expected count value is 30.2 and count 
value is only 9 which means that the male in this group is not more than female who’s 
expected count value is 25.8 and count value is 47. Likewise in the other age group of 
41 to 50 the male expected count value is 55.6 and count value is 74 the female 
expected count value is 47.4 and count value is 29 only. In the above 50 age group 
male and female are more and less same. 

 
 

Table 2: Gender Wise Attitude towards ‘Rule with an iron hand’ 
Chi-square tests 

 Value Df Asymp. Sig. (2-sided) 
Pearson chi-square 54.989(a) 4 .000 
Likelihood ratio 58.602 4 .000 
Linear-by-linear association 2.591 1 .107 
N of valid cases 254   

A 0 cells (.0%) have expected count less than 5. The minimum expected count is 15.20. 
 
The table has (2) revealed that male and female rule differently; an empirical study 

has been carried out in this context. The expected and count figures indicate a 
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considerable difference in ruling ‘perception’. In this context, we observe that the rule 
with iron hand means that male always try to rule with tight hand but female always 
try to rule with easily hand their style of doing rule is also always influences by 
gender.As we observe that the calculated value of chi square at 4 df. @ 5% level of 
significant, indicate 54.989. Meaning thereby, that calculated value of chi square is 
higher than that of given value that is 9.49. Hence, the null hypothesis is rejected. It is 
quite obvious that the ‘gender impact’ on leadership behaviour indicate a clear-cut 
inference, drawn from this table, which indicates an ‘obvious difference’ of gender. In 
this context, determination of rule is considerably influenced by male and female 
executive at different managerial hierarchy.  

Hence, it is quite obvious that the female and male rule differently. It is clear from 
the observation, that male have marked 51 in ‘always column’ .whereas, women have 
marked 13 in ‘always column’. It indicates a clear-cut vision of ‘biases in showing 
their rule towards the ‘perception’ of ruling with iron hand. 

 
 

Table 3: Gender Wise Attitude to find time to listen the group members. 
Chi-Square Tests 

 Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 24.348(a) 3 .000 
Likelihood Ratio 25.186 3 .000 
Linear-by-Linear Association 8.005 1 .005 
N of Valid Cases 254   
a 0 cells (.0%) have expected count less than 5. The minimum expected count is 6.45. 

 
Every leader always tries finding time to listen the group member. The above table 

(3) showed that male and female leaders always behave differently at the time to 
listening their subordinate’s problem or their ideas to change the environment of 
organization. The table showed the expected and count figures, which indicate a 
considerable difference in leadership behaviour towards this ‘perception’. In this 
context, we observe that the listing the subordinate’s is always influences by gender. 

From the observation, the calculated value of chi square at 4 df. @ 5% level of 
significant, indicate 24.348. Meaning thereby, that calculated value of chi square is 
higher thanthat of given value that is 7.82. Hence, the null hypothesis is rejected. It is 
quite obvious that the ‘gender impact’ on leadership behaviour indicate a clear-cut 
inference, drawn from this table, which indicates an ‘obvious difference’ of gender. 

It is clear from the observation, that male have marked 58 in ‘always column’ in 
often 15 .whereas, women have marked 55 in ‘always column’ in often 28. It indicates 
a clear-cut vision of ‘biases in showing their attitude towards the ‘perception’ of listing 
the subordinate. 
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Table 4: Gender Wise Attitude to Criticize poor work 
Chi-Square Tests 

 
 Value df Asymp. Sig. (2-sided) 
Pearson Chi-Square 36.483(a) 4 .000 
Likelihood Ratio 42.382 4 .000 
Linear-by-Linear Association .000 1 .987 
N of Valid Cases 254   

a 0 cells (.0%) have expected count less than 5. The minimum expected count is 5.99. 
 
From the above table (4) shows that male and female leaders criticize the poor 

work differently. The male leaders some time criticize but female leaders criticize poor 
work oftenly. The expected and count figures indicate a considerable difference in 
attitudes towards this ‘perception’. In this context, we observe that the gender wise 
attitude always influences by gender. Meaning thereby, there is considerable influence 
take place, in accordance with the ‘gender’ exist in the organization. As we observe 
that the calculated value of chi square at 4 df. @ 4% level of significant, indicate 
36.483. Meaning thereby, that calculated value of chi square is higher than that of 
given value that is 9.49. Hence, the null hypothesis is rejected. It is quite obvious that 
the ‘gender impact’ on leadership behaviour indicate a clear-cut inference, drawn from 
this study, which indicates an ‘obvious difference’ of gender. In this context, 
determination of attitude is considerably influenced by male and female executive at 
different managerial hierarchy. 

Hence, it is quite obvious that the female does not take any personal favour. It is 
clear from the observation, that male have marked 21 in ‘always column’ .whereas, 
women have marked ‘0’ in ‘always column’. 

 
 

3. Conclusion 
Keeping in view the prevailing ‘pit-falk in exerting the rights and duties of a leader it 
become imperative to make a periodic SWOT ANALYSIS of the leadership behavior, 
influenced by the gender impact. It is also essential to organize seminars on the 
sensitive issues of ‘leadership behavior’ which is determined by the dominance of sex, 
working in service sector, especially in the banking services rendered by the different 
managerial hierarchy. Only then, we shall be in a position to make a ‘judicious 
decision’ on crucial mattes of leadership behavior in an organization. 

In order to ‘inculcate’ the balanced leadership attributes into minds of female 
leaders, it require a periodic formal training for the women leaders, so that different 
leadership qualities may be cultivated for the budding women leaders in the service 
sector. By imparting leadership oriented training, we may get the ‘leadership qualities’ 
which will be modified under ‘total quality management’ and become immune with 
the ‘gender impact’ on the leadership for the personnel, belong the service sector of 
banking sector in India.  
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Our study depicted also how important education involves a social construction of 
gender and then, how it shapes our perception of gender social role. Consequently, 
stereotypes emerge. According to our discussion, stereotypes also led the association 
of gender leadership of old and new paradigms which characterize the female and male 
leadership styles as respectively transformational and transactional. Followers who 
have been rating their women leaders as more transformational and their men leaders 
as more transactional are also conditioned by a social perception of gender and leaders. 
It’s not only the gender which impacts on leadership, but also the vision that followers 
have on it.Our contemporary understanding of gender leadership issues leads us to 
have a pessimistic view thinking of gender equity at top-executive positions. The heart 
of the matter seems to be related to our education and social construction according to 
gender. Women access to top-executive positions seems to follow the evolution of the 
social perception of the gender which is slow. 
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